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Adorno, director of affiliate services,
explains. “When you come to us for
help with employment, we focus on atti-
tude and how you may be contributing
to your own state of affairs. Then we
work with you to address any barriers
to employment, and prepare you to work,
to acquire a job, and to keep it.”

STRIVE evolved from East Harlem
Employment Services, Inc., an organi-
zation founded in 1985 in response to
severe and chronic unemployment in the
Greater Harlem area and other economi-
cally depressed New York City neighbor-
hoods. According to Adorno, STRIVE’s
emphasis on attitudinal development ran
counter to the conventional approach of
just placing people in a job. In the past
10 years STRIVE has expanded within
New York City and has replicated and
placed its model into a network of 21
affiliates in the United States and the
United Kingdom. 

STRIVE Transforms the Unemployable Into Employed

(continued on page 2)

1 Adapted from the STRIVE National Web site,
www.strivenational.org/strive.html

STRIVE Class

S ignificant numbers of people who
are considered unemployable want

to work and can succeed in employment.
Personal development can be as crucial
to success in the workplace as technical
skills. Employers often are willing to
provide skills training for entry-level
employees who have good work atti-
tudes and are willing to learn. Men and
women from disadvantaged neighbor-
hoods could be those employees, but
they often need training that corrects
self-defeating attitudes, develops com-
munication skills and confidence, and
builds a realistic understanding of the
work environment.1

STRIVE (Support and Training Result
in Valuable Employees), a national

nonprofit organization, has devel-
oped a successful job training
and placement model for people
with little or no work experi-
ence. This innovative model
combines a short, intense peri-
od of attitude training—the soft
skills needed to survive and ex-
cel in any workplace—with job
search techniques, rapid place-

ment, and long-term followup. 

“People who come to STRIVE are not
having an easy time with their lives. They
typically cannot get or keep a job,” Jose
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STRIVE (continued from page 1)

STRIVE’s Track Record

Since the early 1990s, STRIVE National
and its affiliates have achieved an impres-
sive track record:

■ STRIVE has placed more than
25,000 hard-to-employ individuals
(70 percent of its graduates) in jobs. 

■ Seventy percent of the workers
STRIVE places remain employed
after 2 years. 

■ In 2001 STRIVE’s nationwide net-
work graduated more than 4,000
individuals from its job-readiness
training program and placed more
than 3,500 individuals in unsubsi-
dized jobs.

STRIVE’s Model

The STRIVE employment program has
five core components and an additional
career advancement component for core
program graduates:

Outreach and intake. To enter STRIVE’s
training program, a person visits a local
affiliate and fills out an application. “Based
on the person’s personal and employment
history, we determine if the person is
ready for our program or if they have
barriers that would prevent them from

successfully navigating the program
and ultimately acquiring employment,”
Adorno explains. “For example, if
someone is dealing with domestic vio-
lence, has a drug abuse problem, or is
homeless, we design a service plan to
address these barriers before that person
enters STRIVE’s training program.”

Core training. STRIVE’s signature
program is an intensive 3-week work-
shop that focuses on workplace behav-
ior and attitude. Using a simulated
workplace environment, participants
learn how to dress and speak appropri-
ately, follow instructions, accept criti-
cism, and function as team members.
The core training is short by design, and
the goal is to help individuals make the
adjustments needed to become employed
as quickly as possible. “This course has
a group focus, so we need to build trust
with everyone who participates. In New
York [classes range from] 25 to 35 per-
sons but size varies within the affiliate
network,” Adorno says.

Job development and placement. Devel-
oping the relationship among job devel-
oper, participant, and employer is crucial
to ensuring a quality and sustainable
placement. Job developers broker these
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STRIVE’s emphasis on

attitudinal development

ran counter to the

conventional approach

of just placing people

in a job.

—Jose Adorno
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relationships, working closely with em-
ployers to determine their workforce
needs and provide participants with the
soft skills needed to optimize the employ-
ment opportunity. As soon as participants
complete the training, the program tries
to place them in jobs with a future.
However, STRIVE has a no-guarantees
approach to ensure that participants
earn their new positions.

Graduate services. Long-term followup
support includes individual contact and
case management for graduates on a
quarterly basis for a minimum of 2 years.
STRIVE also maintains regular contact
with graduates and their employers to
ensure that both receive the utmost in
customer service and satisfaction.

Onsite social services program. These
comprehensive services include case
management, short-term counseling, cri-
sis intervention, advocacy, information,
and referrals to professional services. 

Career path. This service provides ad-
vanced attitudinal training and industry-
focused postplacement skills training to
employed STRIVE graduates who have
proven themselves in the labor market
and are ready for the next level of career
advancement.

STRIVE attempts, and expects, to place
graduates in career-track jobs; that is,
permanent positions with full benefits
packages and starting salaries at or above
$22,000 with tangible opportunities for
advancement. 

STRIVE’s Local Affiliate Network

“Local organizations have two different
options to work with STRIVE and repli-
cate its employment training model,”
Adorno explains. The first option is an

incorporation of a stand-alone 501(c)(3)
not-for-profit entity responsible for cre-
ating the STRIVE program from the
ground up. The second option is a col-
laboration, which infuses a STRIVE
program component into an existing
community-based organization’s services.
It usually takes 1 to 2 years to become
an affiliate. New affiliate staff attend the
STRIVE Academy to receive a compre-
hensive introduction to the organization’s
philosophy, system components, and
training strategies. 

A Good Match With
Neighborhood Networks

“There is potential for future partner-
ships between STRIVE and Neighbor-
hood Networks,” Adorno says. “First of
all, we both serve similar client bases.
Neighborhood Networks programs fo-
cus on residents of HUD insured and
assisted housing. Many are receiving
housing or other public subsidies. Many
of STRIVE’s potential clients live in
transitional housing, and its training
program has historically helped bridge
the gap between government depend-
ence and self-sufficiency. Second,
STRIVE and Neighborhood Networks’
employment program strategies are
complementary. We focus more on soft
skills, whereas Neighborhood Networks
works on technical or hard skills such
as computer training.”

For more information on STRIVE
and its programs, contact:

STRIVE, Inc.
240 East 123rd Street, Third Floor
New York, NY 10035–2038
Phone: (212) 360–1100
Web site:
www.strivenational.org/strive.html 

NN
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SER Closes Gap for Hispanics

H ispanics represent the fastest grow-
ing minority group in the United

States. Which organizations are respond-
ing to the specific job-training needs of
the Hispanic population? 

SER-Jobs for Progress National, Inc.,
has developed an innovative employment
training and support model that includes

targeted classes such as Programa
Sol, an industry-specific English/
Spanish training program. The
national nonprofit and its 43 local
affiliates serve more than 500,000
people each year in 18 states and
Puerto Rico. (SER is an acronym
for service, employment, and
redevelopment.)

“Historically, we are a Hispanic organi-
zation,1 although our programs are open
to all ethnic groups,” says James Parsons,
SER director of operations. SER National,
based in Texas, provides training and
technical assistance, research and plan-
ning, program and policy development,
and fundraising support to its independ-
ent affiliates, which provide direct client
services such as job training; literacy,
English language, and other education
classes; employment placement; and
support services such as childcare.

Private-Sector Links

In addition to employment and training
programs for clients, SER also provides
prospective employers with job referrals,
customized training, Hispanic recruitment,
workplace literacy training, job fairs, and
community involvement opportunities.

Another link to the private sector is
Amigos de SER, a corporate advisory
council that provides financial support,
employment opportunities, and business
advice. More than 100 Fortune 500 cor-
porations are currently represented in
Amigos de SER. SER local affiliates form
partnerships with corporate community
leaders to gain support for their efforts. 

Neighborhood Networks Parallels

“We are natural clients with Neigh-
borhood Networks. We serve the same
demographic base and both provide self-
sufficiency tools and programs. Some
SER local affiliates have developed as-
sisted housing developments with com-
munity centers that offer job training
and other programs,” Parsons says. 

“There is certainly potential for partner-
ships between our two organizations,”
he adds. “Neighborhood Networks cen-
ters could work with a local SER, or they
could apply to be an affiliate.” SER’s
Web site (www.ser-national.org) explains
the requirements such as IRS nonprofit
status and the process for affiliation.

“We look for viable organizations to be-
come affiliates. Although SER National
is a nonprofit group, we must operate
as a business, so we need to affiliate
with local groups that are sustainable,”
Parsons says.

“Our most recent affiliate is El Barrio in
Cleveland. Since Cleveland has a grow-
ing Hispanic population, the link with
SER is natural. SER National will give
El Barrio, like all affiliates, access to
federal funds and many other resources.
While local affiliates focus on getting
local resources and partners, SER Nation-
al builds on [the work of local affiliates]

1 The League of United Latin American Citizens
and the American GI Forum, the two oldest and
largest Hispanic volunteer organizations in the
United States, founded SER. 

El Barrio Board with
President Bush
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and on their resources. We add value
to what local affiliates do,” he adds.

Array of Employment Resources 

Through national partnerships with The
National Council of La Raza, the Na-
tional Urban League, Cisco Systems,
and other groups, SER National pro-
vides local affiliates with a comprehen-
sive array of training opportunities,
programs, and other resources:

■ Staff training. SER National identi-
fies common topics of interest and
holds national trainings for its affili-
ates. “For example, we recently held
a workshop in Dallas on grant writ-
ing. We also help local SER sites fill
out grant applications,” Parsons adds.

■ Replicable program models. Work-
ing with its national partners, SER
develops training curricula that local
affiliates can replicate and adapt. In
cooperation with the Home Builders
Institute and the Hearst Foundation,
SER developed construction-skills
training for adjudicated youth, which
is now being offered at several local
affiliate sites.

■ Targeted, up-to-date curricula and
technology. SER offers innovative
programs such as industry-specific

English/Spanish training to meet
clients’ needs. SER also helps affili-
ates use the latest technology whether
they are offering computer-repair
classes, distance-learning courses,
or certified Cisco Networking Acade-
mies® (see below).

SER and Cisco Systems

Because of its commitment to preparing
high-tech workers, SER National part-
ners with Cisco Systems, a leading
manufacturer of Internet networking
equipment. To date, 10 SER affiliates
offer onsite Cisco Networking Acade-
mies that train participants to design,
build, and maintain computer networks.
SER participants who complete the pro-
gram and receive certification can se-
cure high-paying jobs. If they earn a
second level of certification, they may
reach even higher salary levels, accord-
ing to Parsons. 

For more information on SER, contact:

James Parsons, Director of Operations
SER-Jobs for Progress National, Inc.
1925 West John Carpenter Freeway,
Number 575 
Irving, TX 75063
Phone: (972) 506–7815, ext. 350
E-mail: jparsons@ser-national.org
Web site: ser-national.org

NN

Technical Assistance Guides Relevant to Employment and Training 
■ Helping Residents Achieve Self-Sufficiency: How to Design and Deliver Career

Growth and Advancement Assistance 

■ How to Design and Deliver an Effective Job Development and Placement Program 

■ Engaging Education: Integrating Work, Technology, and Learning for Adults

■ No Car? No Problem! Innovative Transportation Solutions

You can download these guides from HUD’s Web site (http://www.hud.gov/offices/
hsg/mfh/nnw/nnwindex.cfm) or order the guides by calling Neighborhood Networks 
at (888) 312–2743.
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Nashville Center Trains Residents for Careers With a Future

J ob openings for cooks and food
preparation workers are expected

to be plentiful through 2010.... People
who have had courses in commercial
food preparation may be able to start in
a better paying cook or chef job without
having to spend time in a lower skilled
kitchen job. 1

The Family Center at Berkshire Place,
a Neighborhood Networks center in
Nashville, Tennessee, is preparing resi-
dents for professional careers in the
food service industry. Family Affair
Ministries (FAM), Inc., a local faith-
based organization, sponsors training
that combines food preparation, class-
room instruction, internships, prepara-
tion for professional certification exams,
and job-readiness skills. 

“Dair Sutton, FAM co-Chief Executive
Officer (CEO) and a chef himself, real-
ized that training Berkshire Place resi-
dents for food services careers had
double benefits. Most of our residents
are young women with children,” ex-
plains Vera Davis, operations director.
“Not only would they learn to cook nu-
tritious meals for their families, they
also would gain very employable skills
with a future. Reverend Sutton also be-
lieved that people with limited educa-
tion or with disabilities could succeed
in this training and this field.”

Second Harvest Community
Kitchens

“In developing the career training, FAM
decided to affiliate with a national non-
profit food bank, America’s Second

Harvest, and use its successful curriculum
model––America’s Table Community
Kitchen,” Davis continues. “This program
uses the ServSafe curriculum, which has
the National Restaurant Association’s
endorsement. This meant that our own
training program would meet industry
standards, giving graduates good em-
ployment prospects. Moreover, they
[the graduates] would typically begin
at higher salaries than people without
this training and certification.”

“ServSafe covers all stages of food sup-
ply and preparation––from crop to con-
sumer,” Davis explains. Students learn
to prepare food, use and care for kitchen
equipment, plan menus, control food
costs, purchase food in quantity, and
select and store food. They also learn
about hotel and restaurant sanitation and
public health rules for handling food.

The 90-day training allows adults to
gain knowledge, hands-on experience,
and valuable life skills that make them
successful in the food service industry.
“After 30 days everyone takes a food
handler exam, the first step in receiving
ServSafe certification. At the end of the
course, students take the ServSafe exam.
They need to score 80 points or higher
to receive certification. If they score 90
points, they can become ServSafe in-
structors and teach others,” Davis adds. 

“We also stress job-readiness skills:
self-esteem, preparing résumés, how to
apply for a job, and work attitudes like
being on time and keeping a job,” she

1 Occupational Outlook Handbook, 2002–03
edition, U.S. Department of Labor. 
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emphasizes. “If students need to im-
prove their reading skills or do not have
high school diplomas, we also work
with them on that. They will be more
competitive if they are high school
graduates and have good basic skills.”

The first 90-day training at the Family
Center began last September. Seven out
of the nine people enrolled completed
the course. Four passed the exam and
received ServSafe certification, and
three are planning to take the exam
again in March. Food service jobs at
restaurants, hotels, hospitals, schools,
and nonprofit groups will be available
to all who receive certification. 

“Graduates have already found employ-
ment. One is now a kitchen manager for
a local nonprofit group. The Senior Citi-
zens’ Meals on Wheels Program and Food
Staff Temporary Agency have hired oth-
er students. Another graduate is enrolled
in Tennessee Technological University’s
culinary arts program,” Davis reports.

Successful Partnership
Strategies

“We rely on a variety of resources and
partners to cover training costs,” Davis
says. “The program costs $900 per per-
son and includes classroom instruction,
food preparation, two exams, and field
trips as well as food and other cooking
supplies. Each student also receives a
uniform to wear throughout the training
and cooking utensils, like thermometers,
that she typically needs for her first job.”

How do students pay for the course?
“People eligible for Families First (Ten-
nessee’s welfare-to-work program) receive

reimbursement for job training. However,”
Davis explains, “None of the students in
our September training were eligible for
the state training subsidy. For these stu-
dents, FAM and center fundraisers cover
the costs.”

FAM has several partnership strategies
to draw on and build community sup-
port. FAM’s Community Kitchen advi-
sory board is made up of representatives
from nonprofit groups and businesses
involved in the food industry such as
the Renaissance Hotel, Vanderbilt Uni-
versity, Centennial Hospital, St. Thomas
Hospital, Scruggs Restaurant Supply
Company, Food Staff, and Second Har-
vest. “These board members not only
bring their expertise, they also represent
prospective employers for our students.
Students from Vanderbilt University
teach nutrition classes,” Davis adds.
“We also host corporate breakfast fund-
raisers four times a year. Residents
prepare the food, the corporate guests
make a donation, and we give the guests
breakfast and a presentation about the
Community Kitchen training.”

A group of 12 aspiring chefs began
training in February and graduated in
May. A new group will begin training
in October.

For further information about the food
services training at the Family Center
at Berkshire Place, contact:

Dair Sutton, Co-CEO or Vera Davis,
Operations Officer
Family Affair Ministries, Inc. 
1500 Porter Road, Nashville, TN 37206 
Phone: (615) 228–0125
E-mail: VWDavis10@aol.com 

NN
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How to Find Effective Job-Training Programs

What constitutes an effective job-
training program? How do you

find one? The following qualities charac-
terize successful job-training programs:

■ Proven track record. Was the program
successful only during the economic
boom of the late 1990s or does it
have a longer history of success?

■ Sustainable results. Are placements
still employed after 3 or 6 months?
Does the program track graduates’
employment records?

■ Replicable. Assess critical program
components (such as staff expertise
or equipment) when replicating a pro-
gram at another location. Programs
that depend on one resource, such
as the director’s personality, are not
useful models.

■ Cost effectiveness. What is the 
per-person cost of the program?

■ Innovative. Does the program
achieve innovative results or new
use of resources?

■ Recognition from workforce pro-
fessionals. Successful programs
gain acceptance from professionals
outside the program.

■ Support from employers. Are there
any testimonials? Do employers
continue to hire people from the
program? Are there employers you
could call as references?

■ Support from graduates. Are there
satisfaction surveys or testimonials?
Are there people you could call as
references? NN


